The objective of this research is to investigate the balance between employees' organizational behavior and the method of managers' decision making in creating a good organizational climate in Gas Company of Zanjan province, Iran. The statistical population of this research includes 180 professions, staffs, and managers of the company and the study selects 120 people according to random sampling and by the use of Cochran formula. The descriptive-survey research method is cross sectional type. The questionnaire made by researcher was used for data gathering and its reliability and validity was approved. SPSS software was used for data analysis, correlation test was used for the effectiveness, and the effectiveness was specified. Also, LISREL software has been used for performing structural equations of model. The results of the research state that the variables of the balance between organizational behavior of staffs such as the balance of management commitment, balance of leadership, balance of communications, balance of learning, and balance of motivation were effective on its effectiveness in creating good organizational climate in the Gas Company of Zanjan province by managers' decision making methods.
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Introduction
Human beings study in action step is called organizational behavior study. Organizational behavior is the systematic study of operations, actions, works, and attitudes of people who constitute the organization. In the organizational field, systematic study alternates intuitive judgment, namely the scientific evidence that is gathered under controlled conditions and is evaluated in a reasonable way and sought the effect in relation to any cause (Safarzadeh, 2007) . Also, in relation to people performance, three factors possess essential role: production (productivity), absenteeism, and relocation of staff. Managers care about the quality and quantity of production of staff, while absenteeism and relocation of staff have an adverse effect on their yields and productions. Relocation of staffs causes increase of cost, and the organization always works with low expert peoples. Managers care employees' job satisfaction for three reasons: A direct relationship between job satisfaction and the productivity can be observed. Employees' job satisfaction of people maintains an adverse relationship with their absence and relocation. Managers feel human responsibility against employees. The objective of organizational behavior is to apply this knowledge for improving the performance of these organizations, or in other words, achieving organizational and social human objectives by performing better relationships. Meanwhile, the balance between managers' decision making and the organizational behavior is similar to pans of a balance scale. In a changing environment, traditional methods of managing is not desirable anymore. Peoples who want to lead the organizations of tomorrow should have new thoughts. Labor, customer expectations, and organizations are changing, so management must also change. The managers of 21 th century will be succeeded only by consciousness and alertness, being sensitive, hard work and interest in continuous learning.
As long as conflict is not destructive, people grow, and learn some lessons from it. The surveys of management methods in the past in this field show that managers mostly use of wrong strategy choices, that's mean managers mostly use of ineffective conflict solution strategies and based on pressure. In some cases, managers confirm that there is a problem, but do not perform a serious action, or state that the issue is under consideration, or more information is needed. One of the factors of the success of managers is the balance and movement of the organizational behavior. For instance, perceptual process is necessary for managers for various reasons. Perceptual process plays an important role in managers' decision making in the fields such as selection, appointment, and promotion of employees. For the reason of the importance of managers' decisions both for concerned peoples and organization, It is necessary to have a clear understanding of how genesis of these prejudices and their impacts on attitudes and behavior. Understanding the capabilities and staff traits is important because it contains people's characteristics and represents the capacity of the employee in comparison with motivation, which presents the employees' will for reaching the objectives of the organization. Clear understanding of differences of capabilities and traits of staff allows managers to do better job in the field of selection and appointment.
By a comprehensive and systematic attitude to the organization and management, we reach to the point that the effectiveness and success of the organization is realized when all resources and facilities of the organization including capital, raw materials, equipment and tools as well as human resources are combined, properly. Among all existing resources and facilities of the organization, human resources play specific and exclusive role. The specific importance of human resource in organization is that human is considered as the most important and most effective factor in order to achieve organizational goals; because human resource acts as designer and executive of organizational systems and processes, and human resource managers try to represent some programs for coordination between the goals of the organization and human resources purposes.
Due to recent developments in Gas Company of Zanjan Province, Iran, managers seek optimal decisions, and what is their first and foremost importance is behavior and the effectiveness of organization. Therefore, the objective of this research is to survey the balance between organizational behavior of staff by the method of managers' decision making and its effectiveness in performing a suitable organizational climate in the Gas Company of Zanjan province.
Literature Review

Concepts and Theories
Organizational behavior: organizational behavior is one of the interdisciplinary sciences that study the behavior of people, group, and organization. Organizational behavior study helps understand and improve the interactions between peoples and organizations (Jitwasinkul & Hadikusumo, 2011) . The purpose of organizational behavior studies is concentrated on identification and expression of events, regularly, description of the causes of these events, and finally controlling these situations such that the desirable behavior, being stable and the undesirable behavior does not repeat. Also, the aim of organizational behavior is to achieve the effectiveness of the organization (Robbins, 2001) .
Managers' decision making: Generally, decision making is a mental process that all human beings deal with throughout their lives. Decision-making process is accomplished in the light of culture, perceptions, beliefs and values, attitudes, personality, knowledge and insight of the people, and these factors have mutual effect on each other. In contemporary management, decision-making is defined as a process of solving a problem, and often decision-making is called problem solving. It could be said that all of the activities and actions which are executed by human beings are the result of decision making process.
Organizational Climate: is a series of characteristics that describes an organization and distinguishes it from other organizations, it is almost stable during the time, and influences on the behavior of people in the organization. Organizational behavior could be stated in a simpler expression: "Organizational climate is the understanding of staff who are working in that organization" (Permarupan et al., 2013) .
Background Studies
Khodayari (2014) surveyed the effect of organizational citizenship behavior (OCB) on the job performance. He believes that any tendency to citizenship behavior is importance because of increasing global competition. In his survey, organizational citizenship behavior variable had positive and significant effect on dimensions of job performance. Sabahi and Dashti (2016) presented a study on the roles of emotional intelligence (EI) and job satisfaction (JS) on employees' organizational citizenship behavior (OCB). The study is performed among 140 randomly selected employees who worked for an Iranian bank in province of Karaj in 2014. The results of Pearson correlation stated that there were some positive and meaningful relationships between EI as well as JS with OCB. Moreover, the results of Stepwise regression implied that there were some positive and meaningful relationship between all components of EI, JS with OCB. Shahbazi (2013) surveyed the effect of internal and external organizational factors (macroeconomic policies) on Entrepreneurial Behavior of middle managers in selected universities in Iran. The aim of this research was also to evaluate the effect of entrepreneurial climate of the organization and economic policies of government on the Entrepreneurial Behavior of middle managers in selected universities in Iran. Results of his research show that internal organizational factors (freedom and independence, access time and organizational boundaries) had significant and positive effect on the Entrepreneurial Behavior of middle managers in selected universities, and in contrast the internal organizational factor (reward and support), and monetary, financial, and foreign exchange policies had negative and significant effect on the Entrepreneurial Behavior of the so called managers. Among the surveyed variables, the effect of management support and trading policy were not significant on the Entrepreneurial Behavior of managers. Parsian and Mobaraki (2016) the role of entrepreneurial orientations was investigated on entrepreneurial identity of the municipality of Qom using a questionnaire consists of 18 items. The results indicated that entrepreneurial orientation influence significantly on entrepreneurial identity. MacKenzie et al. (1991) study investigates the effects of "organizational citizenship behaviors" and objective sales productivity on managers' evaluations of salespersons' performance. They reported that managers' subjective evaluations of salespersons' performance were determined as much by the salespersons' altruism and civic virtue as by objective productivity levels in the primary sample. Vuong et al. (2013) offered a new way of exploring the relationships between different dimensions of a business operation, namely the stages of business development, the methods of creativity and the major cultural values.
Conceptual Model of Research
The conceptual model of research according to studies is plotted as follows:
Fig. 1. Conceptual model of research
Research Hypotheses
 The balance of the management commitment and the method of managers' decision making is effective on its effectiveness on creation of desirable organizational climate in the Gas Company of Zanjan province.  The balance of the leadership and the method of managers' decision making is effective on its effectiveness on creation of desirable organizational climate in the Gas Company of Zanjan province.  The balance of the communication and the method of managers' decision making is effective on its effectiveness on creation of desirable organizational climate in the Gas Company of Zanjan province.  The balance of the learning and the method of managers' decision making is effective on its effectiveness on creation of desirable organizational climate in the Gas Company of Zanjan province.  The balance of the motivation and the method of managers' decision making is effective on its effectiveness on creation of desirable organizational climate in the Gas Company of Zanjan province.
Research Method
Descriptive research method is survey. Descriptive research describes and interprets what is available, and considers the existing conditions and relations, common ideas, current processes, clear effects, or trends in development. It cares primarily for now, even though mostly surveys also the events and effects of the past that is related to the existing conditions. Since in descriptive research, the characteristics of the society under study could be evaluated by survey, the present research is a descriptive research of the survey type. On the other hand, since the researcher has attended in a real life conditions of an organization, this research is really among field studies. Also, since this research is performed about a real, genuine, lively and dynamic subject, and its results could be used scientifically, is a practical research too. The objective of a practical research is development of practical knowledge in a special field.
Statistical population, sampling method, and sample volume
Statistical population of the research includes all 180 experts, staff, and managers of Gas Company in Zanjan province, Iran. Due to the inability of researchers to study all members of the society, we use sampling method using the Cochrane method as follows, 
Derived number estimated 120 people. For this purpose, 150 questionnaires were distributed to fully ensure that 120 questionnaires would be provided for analysis.
Procedures and Tools for Collecting Information and Data
Library procedure is used for collecting information and field procedure is used for collecting required data. Also, questionnaire tool is used for this purpose. The research's questionnaire has 28 items that distribution of items of each variable is specified in Table 1 as follows, 
Reliability and Validity of Questionnaire
Validity of questionnaire was measured with the use of experts and was approved. Also, reliability of questionnaire was evaluated by Cronbach's alpha, since the minimum required reliability coefficient for research's questionnaire is 0.7, and according to Table 1 , computed alpha coefficient in the designed questionnaire is higher than 0.7, so it could be concluded that applied questionnaire has required reliability.
Methods and Tools for Data Analysis
At first, the Kolmogorov-Smirnov test was used for evaluation of data normalization. Then, due to normalization of data distribution, Pearson correlation test was used for the evaluation of mutual relation between variables. Finally, method of structural equations modelling method was used for specifying one side relation of variables by using LISREL software.
Research Findings
Evaluation of Data Normality
Before the evaluation of hypotheses of research, the normality of variables of the study was investigated. For the evaluation of assumption of normality of variables of the study, one sample Kolmogorov-Smirnov test was used. The results of this test are given in Table 2 . Due to establishing the normal assumption, parametric methods were used for the evaluation of hypotheses of research. 
Evaluation of Hypotheses of Research
Due to data normality, parametric methods were used for the evaluation of hypotheses and the results are represented in Table 3 . Due to the evaluation of hypotheses and derived results, it is specified that zero hypothesis is rejected in all of the hypotheses of research, and claims of the researchers about relationship among variables is notable.
Structural Equations Modelling
The relationship between two variables, regardless of their relationships to other variables was tested in un-correlation test. But, there is a possibility in structural equations that a series of mutual relationships between multi variables were tested simultaneously. In this research for evaluation and testing the suggested model of research, structural equations model has been used. After designing model by LISREL software, and receiving output, the following findings were resulted. Probability value (P-Value) of errors of model is 0.00 that shows that the errors of model is not significant at 0.05 level. The index of mean square root of remainders RMR is equal to 0.12 and it is small value, that this also states small error of model and its acceptable fitness. One of the most valid indices which is applied for evaluation of fitness of model is goodness of fitness index (GFI) that is a measure of the relative value of variances and co-variances which is justified by model in a common way. This index can be considered as a characteristic similar to R 2 in multi variable regression. When GFI is close to 1.0, model represents fitness with data. The GFI index in this model is equal to 0.93, which shows that the fitness of model with data has reasonable fitness. The fitness index AGFI is modified value of GFI index for degrees of freedom. This characteristic is equivalent to applying mean square roots instead of total squares in the numerator and denominator (GFI-1). The above index in model is 0.908. RMSEA index or the Root Mean Square Error of Approximation for models to have a good fitness is less than 5%. Any number higher than 0.8 represents reasonable error for approximation in the population. Since the value of this index is 0.051 it represents good fitness. Table 3 shows the fitness indices. order) by using t statistics. According to this model, path coefficient and/or factor loading in standard case is significant at 0.95 reliable level. If the value of the statistics is placed out of the range of -1.96 to +1.96, and if the value of t statistics is within this range, the factor loading is not significant with path coefficient. Path coefficient and/or factor loading at the reliable level of 0.99 is significant. If t statistics is placed out of range of -2.58 to +2.58, model in significance case shows that all of 1 st and 2 nd order factor loadings are significant at reliable level of 0.99.
Conclusions and Discussions
Organizations that make qualified and fast decisions, and implement them in an effective form, contract more with their customers, more quickly enter the market, and defeat their competitors. The effectiveness of decision making includes four different dimensions. Of course, organizations which have very good performance, also make very good decisions. But, the point is that decisions making in these organizations mostly are executed faster than competitors, and also converting them to action are more effective, and they are executed by allocation of efforts and attention of people commensurate with those decisions. According to obtained results and under evaluation hypotheses, it is defined that all of organizational behavior dimensions had positive and significant relationships. Accordingly, under each of hypothesis, some suggestions are represented to officials and decision makers of Gas Company of Zanjan province:
First hypothesis
Development of management decision making must be aligned with the strategy of the company, and it should be implemented in order to support and strengthen the strategy. Issues such as globalization, decentralization, and fast track market, have obliged companies to evaluate the performance of their own. Today, the previous paradigms are no more effective, and understanding the need for change has become increasingly important. However, determining exactly how to convert these challenges into suitable opportunities is a factor that causes great concern to many senior executives. Organizations with high performance consider leadership development process as source and origin of competitive advantage. This process includes the following stages:
1. Aligning leadership development with strategy development of the company:
The process of management decision making development as an effective part of changing process should be aligned with strategic objectives of the organization. Inventors of leadership development for understanding and helping to implementation of general strategy of company should not neglect any action. New leaders could eliminate challenges of business and limitations of global market only by alignment of their attempts.
Focus on essential issues
Development of management decision making would be focused more on the essential issues such as values, and necessary strategic issues all over the organization. While business units are focused more on their specific operations, the focus of leader development of the company has special attention to leadership, and mostly management skills, specially develops specific commercial skills. The leadership skills deal with main skills, namely the skills and behaviors that enable employees to perform their specified limit of duties, leadership development is established according to these main traits.
3. Focus on development of human resource and job experience:
In the transformational leadership development process, leading teams are those that emphasize the importance of human resources and job experience. Using transformational leadership in key positions of Human Resource Development does not mean disrespect to the exclusive aspects of discipline and hierarchy, but it means that the presence of transformational leaders guarantees reliability and partnership and usefulness of programs.
Focus on Internal and External Factors:
Management decision making development attempts should be executed by focusing on the internal environment, and awareness of the external environment. New business demands force the need for changing, but do not represent any criteria for how to create change (either starts by superior executive managers, or it is like as an absurd map). Implementation of a process for establishing skills, abilities, and leadership techniques that obliges the organizations to evaluate internal and external environments to answer is essential.
Second Hypothesis
Organizations must understand that the process of leadership development must be proportional to organizational culture for change creation. The first step for designing the process of leadership development is issuing this relationship by asking information of customers directly. Information from key customers has become a common process for organizations. In order to analysis needs properly, organizations emphasize on a number of tools including the following items:
Using executive managers in main positions of human resource development, Official communications with attempts of strategic programs, Vast dialogues and debates with business and commerce' leaders.
Internal and external evaluations of customers
These official evaluations of needs may seem like as a clear action in performing the process of leadership development. These evaluations do not performed in any way at the macro level. The role of leaders in the all levels is clarifying people that they are worthy for accessing more than they think, and they should not be satisfied with their positions. Management decision in the third millennium must be occurred by some interactions between great leaders of company (senior managers) and members of the organization (People inside the organization).
Third hypothesis
General and common policy of organizations is on the basis that the consequence of evaluation sessions focus on performance of staff and not on the rate of salary and benefits. Understanding this policy is not always possible for staff. Therefore, evaluator always must care that in the session of performance evaluation prohibit of entering to the areas of salary and benefits, and keep focus of the session only on the evaluation of performance of staff. Of course it is normal to have someone ask for an increase in employee's salary after having been praised by the evaluator; but if the evaluator does not have the authority to do so, or the policy of salary increase has another basis, not only the performance evaluation will have reverse consequences, but it will also cause the employees to question the evaluator and eventually the organization's policies (Henri, 2004; Lu et al., 2015) . On the other hand, evaluating jobs is a way to examine the value of a specific job or organizational position, and not the operator's performance. Therefore, the amount of salary and benefits considered for a job or organizational position is determined based on the job's value, and it does not depend on the operator; thus the matter must be considered by the evaluator.
To increase the sense of participation between the managers and employees, it is suggested that the managers keep the employee informed about important plans and issues. This will cause all the members of the organizations to make more effort in helping the managers to reach the organization's goals.
Fourth Hypothesis
The results gained from analyzing the data and hypotheses show that motivational factors had a positive and significant relationship with the performance of the employees. In other words, motivational factors influence the employees' performance. The results also show that the five variables of commitment and service motivation, training satisfaction, salary and benefits satisfaction, job independence and organizational support influenced the performance of the organization's employees.
It is suggested that the management emphasizes these strategies in order to benefit from their roles in improving organizational performance. Of course, in this regard, the decisions of the Human Resource management should be based on strategies, and they should turn these strategies into a set of coordinated actions.
